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Abstract: Human resource management practices are the integration of employee commitment. The general objective
of this study was to examine the effect of human resource management practices on employee commitment to work in
silta zone the case of silta zone zone administration public service sectors. The study adopted a descriptive and
explanatory research design, with the study sample covered of 307 respondents selected among the leaders and non-
leader employee in silte zone administration. Data was collected using both primary and secondary sources through
questionnaires and reference books, and the collected data was analyzed using descriptive and inferential analysis. The
analysis was done using IBM SPSS statistical software version 24 and the findings of the study revealed that
independent variables such as HRM practice have a significant and positive impact on employees’ commitment. Based
on the finding the study concluded that if organization managed efficiently HRM practices have a positive and
significant effect on employee commitment. The study result shows that the silte zone administration currently has
moderate level human resource management practice that directly affect employee’s commitment. The study finally
recommended that silte zone administration should improve its human resource management practice for a
competitive and advanced employee commitment as well as to keep them thereby increasing their commitment to the
organization.

Keywords: Employee Commitment, Human Resource Management, Relationship Management, Reward and Benefit.

I. INTRODUCTION

Human resource management covers all administration decisions and activities that are specifically influence the
human assets of one organization. Each organizational success is extremely dependent on its human resource capital and
performance. Employees are presently generally recognized as making an important source of competitive advantage for
businesses (Pfeffer, 1994). As a result, an organization must follow human resource management (HRM) practices that make
the best use of its employees. The trend has led to expanded intrigued within the impact of HRM practice on employee
commitment (Huselid, 1995). Human resource management consists of dedicated professionals working cooperatively with
other skilled organizational and community members to achieve the organization’s vision, mission, objectives, and values.
Human resources management works as a service unit for other operational units. Human resource strives to develop
policies, plans, programs, and activities that advance other working units(Thomran and Ahmed, 2020; Daly, 2015).

Human resource management is characterized as key and coherent approach to the administration of individuals
working there who is exclusively or collectively contributes to the accomplishment of anticipated goals(Armstrong, 2006).

The victory of the organization in accomplishing the objectives that depending on the resources quality which are
owned, such as natural resources, human resources, environment, financial, and different equipment’s. The nation or an
organization needs the capability of human resources, through different abilities, knowledge, and technologies; because one
of the most important of the different resources is human resources it is an asset owned by the organization (Baron &
Armstrong, 2007).Each organization should have to manage resources, either human resources or other resources.

According to Beer (2015) human resource management practices is the integration of employee commitment,
flexibility and quality of work and prominence due to the internationalization of technology and productivity of labor, and it
is the study of activities about employees working in an organization. It is a managerial and operational function that strives
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and corresponds to an organization’s needs to the abilities and skills of employees, and a management function related with
motivating, hiring, compensation, training, and development and maintaining people in an organization. It is useful to
anticipation of management systems to ensure that human talent is used efficiently and effectively to attain organizational
goals.

Human resource management practice is also define HRM practice as distinctive approach to employment
management which seeks to achieve competitive advantage through the strategic deployment of a highly committed and
capable workforce, and using an array of cultural, structural a nd personnel techniques(Salaman et al., 2005; Abdela et al.,
2023).

Human Resource Management practice is more concerned with, employee training and development, employee
performance management, employee recruitment and selection, employee health and safety, employee relationship
management, and reward and benefit management. The organization or any other sector must understand the dynamics of
HR and attempt to cope with changing situation in order to organize its HR effectively and efficiently. Human Resources need
to develop their skills, competencies, knowledge and attitudes, because only human resource when they are competent to
perform different activities. It ensures that the competent human resource to achieve its desired goals of the
organizations(Tabiu & Nura, 2013; Seman et al., 2023)

Commitment is a voluntary dynamic issue which has a mutual relationship with the human resources management
practices for the purpose of achieving final products ( Al-Abbadi and Al-Hawary, 2018).

Employee commitment has been defined as the degree to which the employee feels devoted to their
organization(Akintayo, 2010). Moreover, (Ongori, 2007) also describes employee commitment as an effective response to
the whole organization and the degree of attachment or loyalty employees feel towards the organization. (Meyer &
Herscovitch, 2001) and (Jakobsson, 2018) sees employee commitment as a psychological state that binds an employee to an
organization thereby reducing the problem of employee turnover and as a mind-set that takes different forms and binds an
individual to a course of action that is of important to a particular target.

Employee commitment is a crucial factor in achieving organizational success (Ikyanyon & Agber, 2020). Individuals
with low levels of commitment will not do enough and they do not put their hearts into the work and mission of the
organization. They seem to be more concerned with personal success than with the success of the organization mission.
People who are less committed are also more likely to look at themselves as outsiders and not as long-term members of the
organization (Irefin & Mechanic, 2014)

In Ethiopia, limited research work has been done to examine the effect of human resource management practices on
employee commitment. For examining this effect in the context of Ethiopia, more research is needed. So, this study is
conducted to find the necessary evidence, to understand the effect of HRM practices on employee commitment in the Silte
Zone zone Administrative Offices.

Human resource is the most important asset for any organization and it is the source of achieving competitive
advantage. Human resource management practices refer to organizational activities directed at planning distinctive
techniques like- pulling in potential workers and choosing workers, instructing employees how to perform their occupations
and preparing them for the long run, assessing their performance, rewarding employees, moral and medical treating and
making a positive work environment(Bernardin & Russell, 2006). There are different human resource management
practices in an organization, acting on it, depending on different situations and objectives of that organization. Some of
commonly known human resource management practices are reward and benefit management, employee training and
development, employee performance management, employee health and safety practice, employee recruitment and selection
system, employee relationship management and others. These human resource management practices have their own
impact on employees’ commitment that has impact on the achievement of organizational goal. By the researcher personal
observation in the most of public service sector these common human resource management practices, like reward and
benefit management, employee training and development, employee performance management, employee health and safety
practice, employee recruitment and selection system and employee relationship management have problems in practicing
them. That means the reward and benefit management is not good, recruitment and selection process is not based on human
resource planning, the performance management system not properly managed to evaluate employees, the training program
not based on performance gap and also those employees with effective performance not recognized as well as employee’s
well-being is not saved. If the HRM practice is implemented on employees the employee will be committed and such practice
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results high employee commitment and the organization can also positively influence employees in order to achieve their
goals & objectives(M. Armstrong, 2010). There have been many studies from different part of the world under the Effect of
HRM practices on employee commitment in different sectors. The researcher also review some of the research conducted in
Ethiopia and abroad. Most researchers have presented arguments to support the assertion that human resource
management practices play a key role in influencing employee commitment in organizations (Luthans & Sommer, 2005),
(Chiekezie, Emejulu, & Nwanneka, 2017), (Absar, Azim, Balasundaram, & Akhter, 2010) and (Yiing & Ahmad, 2008).
However most of the researches tend to analyze this influence based on performance measurements and not specifically on
employee commitment like: - (Mukiibi, 2016) (in Uganda), (Mutahi, 2015) (in Kenya), (Berhe, 2020) (in Ethiopia), and the
others. and as the researcher review only few studies are conducted on the effect of HRM practices on employee
commitment Like:- (Eltamo & Keno, 2019) and (Hassan & Mahmood, 2016) (in Ethiopia) but most of them concentrate on
the independent variable such as: reward management, employee training and development, employee performance
management, and employee recruitment and selection. This means that most of them do not include variables like: -,
employee health and safety, and employee relationship management. Based on this, the researcher is interested in
determining the effect of those variables on the employee's commitment. As the researchers review no efficient study carried
out on the effect of HRM practices on employee commitment in silta zone administration. Moreover, the above-mentioned
studies were carried out in a different variable; diverse culture and time which makes it difficult to show and conclude the
effect of HRM practices on employee commitment in study area based on these respects the researcher believe that this
research is basic to know the current status of the HRM practices on employee commitment in silte zone administration.
Thus, this study was attempted to determine the effect of human resource management practices on employee commitment
at silte zone administration the case of different public service sectors. From the statement of the problem, the following
broad research question is raised: What is the effect of human resource management practices on employee commitment in
silte zone administration?

II. REVIEW OF RELATED LITRATURES
A. Theoretical Review
Human resource management principles and techniques for people management in competitive organizations are
drawn from theories found in different disciplines. Indeed, it is impractical to present all the disciplines. So, this research
apply the most relevant theoretical aspects that have shaped the understanding of human resource management
practice(Gibb, 2003).The researcher used the following two theories, and these theories support the topic effect of human
resource management practice on employee commitment.

B. Motivational Theory

Motivation is a manner to establish a high amount of purpose in order to achieve organizational goals, and this
requirement is addressed by fulfilling the social needs. Motivation is an important element for improving work productivity,
how it relates to job satisfaction and reward systems, and trying to improve the employee commitment. Changing how to
attempt to motivate employees requires a deeper understanding of motivational theories. The sources of motivation are
habits, needs, interests and values; these are initiated to perform an activity and forced through, the employee’s inner power
(Thomas, 2009; Ahmed et al., 2023).

According to Douglas McGregor theory “x” and theory “y” enables to contrasting the models of work force motivation
pertain by managers in human resource management practice, organizational development, organizational behavior and
organizational communication. Based on these two opposing assumptions of motivation, how workers are motivated by
different managerial styles.

Theory X is pre-supposing the average workers lacks responsibility, dislikes work, have little ambitions and individual
goal oriented, and they work only for obtaining of a sustainable income. Thus, under theory X concludes that employees are
less intelligent than managers in the average work force and believes that more employees are efficient under strict
controlling and follows the authoritarian management approach, but not inherently motivated to good working
performance(Aithal & Kumar, 2016; Seman, et al., 2022).

Whereas, theory Y states that people are not inherently lazy and they will exercise as self- control, self-direction, and
they have ingenuity, creativity, and they learn to accept and seek their responsibility. If challenges face, and they relish on
bettering their personal performance and not require the need of constant supervision in order to have commitment of their
works. The managerial role in theory Y is to promote an employee’s potential towards achieving the common objectives of
an organization and has the participative management approach, since assumes that theory Y people in the work force are
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work to better for the organizations even for themselves and without a direct reward in return of their strong working
habits (Aithal & Kumar, 2016).

C. Human Capital Theory:

Human resources have the greatest impact in achieving sustainability and efficiency of one organization. How
communication and knowledge with customers have obtained enhancing important human capital, which shows the volume
of knowledge, creativity, technical skills, and experience of the employees in the organization, gains great significance, that
the labor force is regarded as productive assets, but there are not costly assets(Rynes, et al., 2002).

The human capital as the concept of labor force in the classical perspective, and approach the productive capacity of
human beings and most of the researchers have confirm that this thought viewing the capacity of human being is knowledge
and skills for fixing an individual tasks (Upadhyay et al., 2018; Muzeyin, et al., 2022) .

Human capital consistent of any knowledge or attributes of the worker has attained that contributes to his/her
rewarding or productivity, and as part of human capital not only remind the years of schooling but also a variety of
investments. These are training, school quality and attitudes towards and based on these and other reasoning; towards in
earnings across workers should understand some of the differences that are not viewed by schooling differences
lonely(Emmanuel et al., 2014)

D. HRM Models:

Several HRM models have been advanced.(Truss et al., 1997) proposed such models can be classified into two broad
groups. The 1° one is outcome and contingency model, which focuses on different circumstances under different strategies.
The 2" common contrast is to distinguish between the “hard' version of HRM, which emphasizes human resource as a
factor of production, and the “soft’ version of HRM, which treats employees as valued assets and a source of competitive
advantage.

a) The Outcome and Contingency Models of HRM:

According to (Hope-Hailey et al., 1997), one of the most popular formulations of the outcome model is the Harvard
Model, it describes employee commitment, and it also shows that employees needed to be competent and cost effective. The
contingency models argue that HRM is dynamic and thus different strategies should be considered at different times and in
different circumstances. However, the key features of both types are similar in terms of strategic choices for
practitioners. In fact, the development of HRM theory from the Universalist paradigm to the outcome, contingency and
strategic choice models demonstrates an increasingly sophisticated ways to theories on HRM.

In essence, this suggests that HRM policy choices will be influenced by a set of stakeholders (shareholders,
management, employees, etc.) and by the set of situational factors. Management’s strategic task is to make certain
fundamental policy choices in the light of these factors (Farley et al., 2004).

b) The 'Hard' and 'Soft' Version Models of HRM

According to Torrington and Hall (1987), HRM is defined as the idea that management of human resources is much
the same as any other aspect of management and getting the deployment of right numbers and skills at the right place is
more important than interfering with people's personal affairs.

The “hard' version of HRM, ‘stresses HRM's focus on the crucial importance of the close integration of human
resource policies, systems and activities with business strategy'. In other words, it sees HRM as a tool to drive the strategic
objectives of the organization. hard' point of view; human resource is not only a resource that is capable of turning factors of
production into wealth, but itself also a factor of production that needs to be managed, along with land and capital(Perkins
and Hendry 2005; Ahmed et al., 2023). The soft view of HRM involves treating employees as valued assets and as a source of
competitive advantage through their commitment, adaptability, and high quality of skills and performance. (M. Beer,
Eisenstat, & Spector, 1993), this approach regards employees as proactive, capable of development, and trustworthy.
According to Legge & Legge (1995), the “soft’ model's focus is on human resource management. Therefore, both versions of
HRM assume that, as stated by (Wright & McMahan, 1992),HRM is the pattern of planned human resource deployments and
activities intended to enable the organization to achieve its goals.
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E. Theories on the Employee Commitment:
a) Social Exchange Theory:

According to Geetha and Mampilly (2012) the basic principle with social exchange theory is that employees view
satisfying HRM practices as employees/organization commitment towards them. Employees thus respond this through
positive behaviors like employee commitment. They are in consequence more likely to exchange their commitment for
resources and benefits provided by their organization as cited by Abba, 2018. For example, when individuals receive
economic and socio-emotional resources from their organization they feel obliged to respond in kind and repay the
organization. Social Exchange Theory argues that obligations generate through a series of interactions between parties who
are in a state of reciprocal interdependence. The core belief in Social Exchange Theory is that relationships evolve over time
into trusting, loyal, and mutual commitments as long as the parties abide by certain “rules” of exchange. The rules of
exchange usually involve reciprocity or repayment rules such that the actions of one party lead to a response or actions by
the other party. The propositions of SET indicate that social exchanges employees obtain from organizations such as HRM
practices may lead to employee commitment.

b) Leader-Member Exchange Theory:

The leader provides outcomes desired by subordinates, such as interesting tasks, additional responsibilities, and
larger rewards and the subordinates reciprocate with commitment and loyalty to the leader. In low-quality exchange
relationships, subordinates only perform the formal requirements of their jobs, and the leader does not provide extra
benefits. Exchange relationships develop gradually over time and reinforced by the behavior of the leader and the
subordinates. Overall, LMX proposes that organizational characteristics relate to employee commitment(Schyns & Day, 2010;
Ferejo et al., 2022).

The relationships between subordinates and leaders with low-quality exchanges are typified by lower trust, respect,
and obligation. The subordinates with these types of exchanges do not have a habit of stray from their job descriptions and
are referred to as the out group(Zalesny & Graen, 1987). Members of the out-group are involved in economic exchanges with
the leader but may receive fewer social exchanges.

F. Types of Employee Commitment:
a) Affective Commitment:

Employee commitment in the model is affective commitment, which represents the individual’s emotional attachment
to the organization. According to Meyer and Allen (1997), affective commitment is “the employee’s emotional attachment to
identification with, and involvement in the organization”(Jaros, 2007). Organizational members, who are committed to an
organization on an affective basis, continue working for the organization because they want to stay with the
organization(Meyer & Allen, 1991). Members who are committed on an affective level stay with the organization because they
view their personal employment relationship as compatible to the goals and values of the organization(Beck & Wilson,
2000).

b) Continuance Commitment:

Continuance commitment can be regarded as an instrumental attachment to the organization, where the individual's
association with the organization is based on an assessment of economic benefits gained(Beck & Wilson, 2000).
Organizational members develop commitment to an organization because of the positive extrinsic rewards obtained through
the effort-bargain without identifying with the organization’s goals and values.

The strength of continuance commitment, which implies the need to stay, is determined by the perceived costs of
leaving the organization(Meyer & Allen, 1984). “The continuance employees commitment will be strong when availability of
alternatives are few and the number of investments are high”(Best, 1994). This argument supports the view that when given
better alternatives, employees may leave the organization.

Continuance commitments are the requirements of individuals for the continuous work in the organization (Meyer &
Allen, 1991); such commitments are generally based on benefits.

c) Normative Commitment:

Normative beliefs of duty and obligation make individuals obliged to sustain membership in the organization(Meyer,
Allen, & Gellatly, 1990). The strength of normative organizational commitment is influenced by accepted rules about
reciprocal obligation between the organization and its members(Allen & Meyer, 1996).The reciprocal obligation is based
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on the social exchange theory, which suggests that a person receiving a benefit is under a strong normative obligation or
rule to repay the benefit in some way(McDonald & Makin, 2000). This implies that individuals often feel an obligation to
repay the organization for investing in them, for example through training and development.

According to(Meyer & Allen, 1991), there is less research on normative commitment, and there are more theoretical
developments than empirical. The normative commitment is the connection between individuals and organizations. (Wiener,
1982) believes that the premise of normative commitment is that the organization is willing to provide incentives for
employees. Employees are subject to regulatory pressure imposed by society before they enter in organization or join an
organization. When employees believe that they can be rewarded by following social norms (Meyer & Allen, 1991), employees
will be willing to make normative commitments. In the 1980s, the normative commitment was considered as an obligation
to stay in the organization (Wiener, 1982). After two decades, some scholars now believe that normative commitment implies
that employees and organizations are mutually beneficial(Meyer & Parfyonova, 2010; Muzeyin et al., 2022).

G. The Relationship between HRM Practice and Employee Commitment:

According to (Luthans & Sommer, 2005) explained that in the current situation of the competition in the global
market and extreme change in the environment has given extreme priority to the HRM practices. It is significant that for the
success of the organization it is need of the day to implement best HRM practices for the employees™ commitment to the
organization(Noor & Zainordin, 2018).

According to (Huselid, 1995) HRM practices gave an organization to mold its employee’s commitment level and their
behavior and attitude. On the basis of these researchers views it can be said that HRM practices is the source of creation of
an environment where employees and organization can polish themselves for the high level of potential benefit and
employees work hard for the accomplishment of the organization goals(Tamkin, 2004).

Human resources management and employee commitment has long-term relationships plays a significant role in
improving the employee commitment and performance of the entire organizations(Savanevi¢iené & Stankeviciaté, 2011;
Eshetu and Ahmed 2022). Start with some facts on levels and trends of both HRM practice and employee commitment the
consistency with which the theoretical and normative connections between human resource management practices and
employee commitment have positive and significant relationship.

Numerous factors have been found to stimulate commitment. For instance, (Ongori, 2007) lectures that the degree to
which employees are committed or loyal to their organization largely depends on reward and benefit management, employee
training and development, employee performance management, employee recruitment and selection, employee health and
safety and employee relationship management. Since it was found that leader’s sensitivity to member’s needs is related to
employee commitment, and then managers need to be clear about the goals and values of the organization so as to align
them with the needs of the workers.

H. Conceptual Framework:

In this sub-topic, the main objective of the research was to examine the effect of human resources management
practice on employee commitment. Or the conceptual framework is used to show the effect of human resource management
practice which is the independent variables (employee training and development, employee performance management,
employee recruitment and selection, employee health and safety, employee relationship management and reward and benefit
management) on employee commitment. This is the dependent variable that is shown in figure 3 below. HRM practices are
including reward and benefit management, training and development, performance management, recruitment and selection,
health and safety and employee relationship management these have the relationship in the context of the gap on HRM
practice and answer how to impact employee commitment, which the research addressed the gap on the effect of HRM
practice an independent variables on the employee commitment dependent variable.

Independent Variables | Dependent Variables

HRM Practice Employee Commitment
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III. RESEARCH METHODOLOGY
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In order to have relevant information in line the topic, the study used an explanatory. The study used primary data
from sampled population through questionnaire by using stratified sampling techniques which categorize the total
population in to two based on their authority and their number and the sample number from each categories was calculate
by using simple random sampling accordingly and the researcher distributed the research questionnaire to those 292
respondents from the total population were selected through computing taro Yamane’s sampling formula. In order to
analyse the data, both descriptive and inferential statistics were employed, descriptive statistics like frequency, mean and
standard deviation and inferential statistics (correlation, multiple liner regression, and ANOVA was used as a tool. The
population of the study was members of 29 public Service sector employees of Silte zone administration. (1076individuals)
which grouped under two groups like: - Leaders (supervisors) and non-Leaders (employees). (Source: silte zone
administration public service employee’s file 10/06/2015E.C). The secondary sources of information that the researcher was
used in the study includes reports and information from the silte zone administration information office and website, books,

articles, journals and previous researches was used as a secondary source of data.

IV. DATA ANALYSIS AND INTERPRETATION
Table 1: Perception of respondents towards the study frame works

Summary of descriptive statistics between variables N Mean Std. Deviation
RM (reward and benefit management) 296 3.1064 1.0125
TD (employee training and development) 296 3.2489 0.943
PM (employee performance management) 296 3.2054 0.953
HS (employee health and safety) 296 3.0980 1.0146
RS (employee recruitment and selection) 296 3.1194 0.945
RSM (employee relationship management) 296 3.2002 0.8935
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COMMITMENT (employee’s commitment) ‘ 296‘ 3.0743 1.0116

Source: Filed survey (2023)

It is clear from the results of table above that, the approval rate degree of the respondents are moderate with the
arithmetic means between (3.2489 and 3.0743). All the statements of this dimension have obtained a moderate. According to
the above table, employee training and development have the highest mean score of 3.2489, followed by employee
performance management with a mean score of 3.2054, employee relationship management, employee recruitment and
selection, reward and benefit management and employee health and safety with a mean score of 3.2002, 3.1194, 3.1064 and
3.0980 respectively and employee’s commitment with the score of 3.074. The responses to all of the variables indicate that
the respondents’ perceptions of the variables were average or moderate. On the other hand, the standard deviation shown
for reward and benefit management, employee training and development, employee performance management, employee
health and safety, employee recruitment and selection and employee relationship management variable was relatively low. A
low standard deviation indicates that the data has a narrow spread, indicating that respondent have a close opinion about
variables in the questionnaire.

A. Correlation Analysis:
Table 2: Correlation Result between Independent and Dependent Variables

COMMITM

RM TD PM HS RS RSM ENT
Spearman's RM Correlation Coefficient 1.000 .270** .431** .175** .137* .265** .414**

rho

Sig. (2-tailed) . .000 .000 .002 .018 .000 .000
N 296 296 296 296 296 296 296
TD Correlation Coefficient .270** 1.000| .446** .587** 611 .313** .511**
Sig. (2-tailed) .000 . 000 000 .000 000 000
N 296 296 296 296 296 296 296
PM Correlation Coefficient .431** .446“ 1.000 .305“ .418“ .309** .494**
Sig. (2-tailed) .000 .000 . .000 .000 .000 .000
N 296 296 296 296 296 296 296
HS Correlation Coefficient .175** .587** .305** 1.000| 624 .265“ 480
Sig. (2-tailed) .002) .000 .000 . .000 .000 .000
IN 296 296 296 296 296 296 296
RS Correlation Coefficient .137* 611 | 418 | 624 | 1.000| .302** .540**
Sig. (2-tailed) .018] .000| .000| .000| . 000 000
N 296 296 296 296 296 296 296
RSM  [Correlation Coefficient .265** .313“ .309“ .265** .302** 1.000 .447**
Sig. (2-tailed) .000| .000| .000| .000| .000| . .000]
N 296 296 296 296 296 296 296
ICOMMI [Correlation Coefficient .414** .511** .494** .480** .540** .447** 1.000
TMENT |Sig. (2-tailed) .000) .000) .000 .000) .000 .000 .
N 296 296 296 296 296 296 296

**_Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

Source: Survey Result (2023)

The results of the above table depict the correlation result between dependent and independent variables.
Accordingly, as is indicated in the above table all the independent variables have a positive correlation with the dependent
variable. Reward and benefit management has a moderate relationship with employees’ commitment (r=0.414, p < 0.01),
which are statistically significant at a 99 % confidence level. This implies that at a 1% level of significance that was
discovered Reward and benefit management plays a significant role in determining employees’ commitment. This indicates
that as Reward and benefit management goes to increase, the employees’ commitment also goes to increase, and as Reward
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and benefit management go to decrease, employees’ commitment decreases. Similarly, employee training and development
have a medium and significant relationship with the employees’ commitment (r=0.511, p<.01), which is statistically
significant at a 99% confidence level. This result indicates that employee training and development play a significant role in
identifying employees’ commitment. The variable of employee performance management has a medium and significant
relationship with the employees’ commitment variable with a value of (r=0.494, p<0.01). This is statistically significant at a
99% confidence level. This implies that at a 1% level of significance that was discovered that employee performance
management plays a significant role in determining the employees’ commitment which has a medium and significant
relationship with the employee performance at p<.01. The variable of employee health and safety has a medium and
significant relationship with the employees’ commitment variable with a value of (r=0. .480, p<0.01). This is statistically
significant at a 99% confidence level. This result indicates that employee health and safety plays a significant role in
identifying employees’ commitment. The variable employee recruitment and selection has a medium and significant
relationship with the employees’ commitment (r=0.540, p<.01), which is statistically significant at a 99% confidence level.
This result indicates that employee recruitment and selection plays a significant role in identifying employees’ commitment.
Similarly, employee relationship management has a medium and significant relationship with the employees’ commitment
(r=0.447, p<.o1), which is statistically significant at a 99% confidence level. This result indicates that employee relationship
management plays a significant role in identifying employees’ commitment. Hence, based on the above correlation result, the
correlation between dependent and independent variables at a 99% confidence level was statistically significant and positive
relations implying that employees’ commitment has a positive and significant relationship with independent variables:
reward and benefit management, employee training and development, employee performance management, employee
health and safety, employee recruitment and selection and employee relationship management.

B. Multiple Regression Analysis:

Regression analysis was carried out to determine the extent to which effect of independent variables (reward and
benefit management, employee training and development, employee performance management, employee health and safety,
employee recruitment and selection and employee relationship management) on the dependent variable (employees’
commitment). The results of the regression analysis are presented in the tables below.

Table 3: Model Summary
Std. Error of the
Model R R Square |Adjusted R Square Estimate Durbin-Watson

al

1 .740 .548 .538 .35258 1.766
a. Predictors: (Constant), RSM, RM, RS, PM, HS, TD

b. Dependent Variable: COMMITMENT

Source: Survey result (2023)

As it is revealed in table above, an R” of .548 indicates that the studied independent variable explains only 54.8% of
the variation in the employees’ commitment in the case study area. Hence, this implies that other factors that are not studied
are going to explain the remaining 45.2% of the variation in employees’ commitment. Therefore, it needs further research or
investigation to be made to investigate the remaining other factors which affect the employees’ commitment. Generally, the
coefficient of determination will explain the extent to which changes in the dependent variable can be explained by the
change in the independent variables or the percentage of variation in the dependent variable employees’ commitment that is
explained by the independent variables (reward and benefit management, employee training and development, employee
performance management, employee health and safety, employee recruitment and selection and employee relationship
management). The independent variables that were studied, explain 54.8% of the variance in the employees’ commitment as
represented by the R”. Therefore, this means that other factors not studied in this research contributed 45.2% of the
variance in the dependent variable.

Table 4: Analysis of Variance (ANOVA)

Model Sum of Squares df Mean Square F Sig.
Regression 43.480 6) 7.247 58.295 .000"
Residual 35.926 289 124

Total 79.407 295

a. Dependent Variable: COMMITMENT
b. Predictors: (Constant), RSM, RM, RS, PM, HS, TD
Source: Survey result (2023)
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To set up the significance of the regression table, the researcher used ANOVA. The ANOVA test tells whether the
overall model is acceptable from a statistical perspective i.e. whether the independent variables are in a significantly good
degree of prediction of the dependent variable. In testing its significance level, the study is considered significant if the p-
value is less than or equal to 0.05. Therefore, as it is depicted in table No (4.20) above, the significance of the regression of p-
value of 0.000 is < 0.05. Consequently, it shows that the regression model is statistically significant as a result showed and it
is right for prediction.

As can be seen from the table above, the independent variables which affect the employees’ commitment are
significantly predicted with F = 58.295 and sig = .000. (I.e. the regression model is a good fit for the data). F tests are used to
find out the overall probability of the relation between the dependent variable and all the independent values occurring by
chance. The F-test result of the study was 58.295 with a significance value of 0.000, which means that the probability of this
result occurring by chance was less than 0.05, which means the variation explained in the model was not simply brought by
chance. The overall ANOVA result suggests that the model becomes significant at F= 58.295, P=.000. Hence, accept the
alternative showing that all independent variables affect employee’s commitment at P< 0.01.

V. CONCLUSION

The purpose of this study was to show the effect of human resource management practice and employee commitment
at silte zone administration, from which the researcher drawing the following conclusions. In this study from total
population of 1097 applied as sample size only 296 respondents. The data was analyzed through, percentages, mean, median,
mode (frequencies) and test by the Spearman’s rho chi-square and Likelihood ratio correlations using SPSS. The data was
presented using tables. Respondents were having different educational background, age group, gender, marital status, work
experience and positions. The variables in this study would be summarized as descriptively as well as with some inferential
statistics. According to the results obtained in this study correlation between the variables indicate that they have relations.
This correlation coefficient measures both the direction and the strength of tendency to vary together. Accordingly, employee
reward and benefits include payments like salary and in addition to these incentives and recognitions also involved. From
which, employee reward and benefits help to improve employee’s commitment to work.

Employee training and development is the responsibility of the organization. Because skill and knowledge attain
from training is useful for current& future duties, after getting that training to accomplish an intended tasks efficiently and
effectively. Based on the finding of the study satisfaction of employee training and development, training provides impartially
& related to works and the growth & development of all employees in the organization. Effective employee performance
management is essential to any public institutions private institutions, businesses activities and other organizations. It helps
them align their employees, resources, and systems to meet their strategic goals. From the respondent in the in silte zone
administration it was agreeable.

Employee health and safety is essential to employee’s well-being in any public institutions private institutions,
businesses activities and other organizations. Employee health and safety, overall welfare were good place and from the
respondents response in silte zone administration it was agreeable. The recruitment and selection is the process of
recognizing the need for a job, defining the requirements of the position and the job holder, publicity the position and
choosing the most fitting person for the job. Undertaking this process is one of the main objectives of human resource
management practice were good in the study area and from the respondents response in silte zone administration it was
agreeable.

The employee’s relationship management process of coordinating good team working among employees as well
as leader in order to create committed employee to achieve organizational objectives and employee relationship management
in silte zone administration were good it based on the employee responses. Generally the researcher concludes that HRM
practices like:- reward and benefit management, training and development, performance management practice, health and
safety, recruitment and selection process as well as employee relationship management in silte zone administration highly
affect employee commitment.
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